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This Agreement, entered into by the Rochester Housing Authority of Rochester, New 
York, hereinafter referred to as the Employer or Rochester Housing Authority, and Local 1635-F 
and Council 66, American Federal of State, County and Municipal Employees, AFL-CIO, 
hereinafter referred to as the Union, has as its purpose the promotion of harmonious relations 
between the Employer and the Union; the establishment of an equitable and peaceful procedure 
for the resolution of difference; and the establishment of rates of pay, hours of work and other 
conditions of employment. 
PREAMBLE
 
The Employer and the Union recognize their responsibility to participate in and support 
the Affirmation Action Plan and efforts undertaken by the Employer in accordance with the 
Equal Employment Act of 1972, Public Law 92-261, as it may be amended. The parties agree 
that they will administer this contract in accordance with the applicable Affirmative Action 
Laws, and the rules and regulations of any appropriate administrative agency charged with 
implementing such laws. 
ARTICLE ONE 
RECOGNITION 
(a) The Employer recognizes the Union as the sole and exclusive Bargaining Agent 
for the purpose of establishing salaries, wages, hours, and other conditions of employment for all 
full-time Employees of the Rochester Housing Authority in the titles specified in Schedule C of 
this Agreement, with the exception of Managerial, Confidential and Supervisory Employees. 
(b) For the purposes of this Agreement, a full-time employee will be defined as an 
employee who regularly works twenty (20) or more hours per week. 
ARTICLE TWO
 
UNION SECURITY
 
SECTION 1. CHECKOFF OF UNION DUES 
(a) Any employee covered by this Agreement may tender his/her dues to the Union 
by voluntarily signing the Authorization for Payroll Deduction of Union Dues Form provided by 
the Union. 
(b) The Employer agrees to deduct Union membership dues in accordance with the 
amount certified by the Union to the Employer and to maintain such dues deductions in 
accordance with the terms and conditions of the form of Authorization for Payroll Deduction of 
Union Dues Form provided by the Union from the pay of any employee who has executed such 
authorization for payroll deduction of Union dues. 
(c) Payroll deduction of Union dues under the properly executed Authorization for 
Payroll Deduction of Union Dues forms shall become effective at the time the form is signed by 
the employee and shall be deducted from the pay of the employee on the first pay day of the 
month and monthly thereafter. 
(d) The aggregate total of all such deductions shall be remitted each month to the 
designated financial officer of the Union together with a list from whom dues have been 
deducted. 
(e) Revocation of authorization cards shall be by certified letter to the Employer and 
the Union. 
(t) Any change in the amount of union dues to be deducted must be certified by the 
Union in writing and be forwarded to the Employer. 
(g) This is an Agency Shop Agreement. It is understood that each employee who is a 
member of the bargaining unit hereinabove defined, but is not a member of the Union, shall be 
liable to contribute to said Union as representative costs, an amount equivalent to Union dues as 
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are from time to time authorized, levied and collected from the general membership of the Union 
in accordance with the provisions of paragraph (b) of this Section. 
(h) The RHA agrees to deduct an amount equal to the nonnal monthly dues paid by 
Union members from the earnings of each said employee who is not a Union member as their 
representative costs and remit such amount to the Union in the same manner as provided in 
paragraph (d) of this Section. The Employer shall deduct the Agency Fee as provided in the 
Taylor Law. 
(i) The Union agrees to indemnify and shall promptly refund to the Employer any 
funds received in accordance with this Article which were erroneously deducted. 
SECTION 2. BULLETIN BOARDS 
The Employer agrees to provide a 3' x 4' space for a bulletin board for the use of the 
Union to post notices of meetings and other general AFSCME material. No inflammatory or 
anti-Employer material will be posted. Space will be provided at each major work location. 
SECTION 3. ACCESS TO PREMISES 
Representatives of the International Union, the Union Council, and the Local Union may 
be pennitted to enter the premises of the Employer for individual discussion of working 
conditions with employees, provided such representatives do not interfere with the perfonnance 
of duties assigned to the employees. The Union will notify the Employer in advance. 
SECTION 4. AID TO OTHER UNIONS 
The Employer agrees there will be no financing of any labor group or organization which 
purports to engage in collective bargaining on the part of the Employer or those designated as his 
representatives for any purpose, and that the payroll deduction of dues for any such other 
organization shall not be pennitted. 
SECTION 5. NOTIFICATION OF NEW EMPLOYEES 
The Employer agrees to submit to the Union a list of all existing employees in the 
Bargaining Unit, no later than July 15th of each Calendar Year, such list shall include Job 
Classification, Status of Employment - Competitive, Non-Competitive, Pennanent, Provisional, 
Seasonal, or Temporary. 
In addition, after July 15th, as set forth above, the Employer shall forward to the Union, as 
hired, the above infonnation on all new bargaining unit employees. 
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ARTICLE THREE
 
HOURS OF WORK
 
SECTION 1. WHITE COLLAR
 
(a) The regular consecutive hours of work are 8:30 a.m. to 4:30 p.m. with a one-hour 
unpaid lunch period. There shall be two scheduled IS-minute breaks, one in the a.m. and one in 
the p.m. 
(b) The regular workweek shall consist of35 hours Monday through Friday. 
(c) The employee and immediate supervisor, with the approval of the department 
head, may mutually agree to different work hours or beginning and ending times of shifts based 
on the needs of the job. Additionally, the employee and supervisor may mutually agree, with the 
approval of the RHA and Union, to different work days. 
SECTION 2. BLUE COLLAR 
(a) The work day shall consist of eight (8) consecutive hours within a twenty-four 
(24) hour period. The regular hours of work for the first shift are 8:00 a.m. to 4:30 p.m., second 
shift 4:00 p.m. to 12:00 midnight and third shift for custodial and cleaning staff 11 :00 p.m. to 
7:00 a.m. or 12:00 midnight to 8:00 a.m. 
(b) The lunch period shall be 30 minutes unpaid and will be scheduled so as not to 
interfere with the continuity of departmental operations. Employees assigned to the second shift 
will receive a 20-minute paid lunch period. 
(c) The regular work week shall consist of five (5) consecutive eight hour days. 
(d) A ten minute clean up period at the end of each shift shall be given to each 
employee. 
(e) Employees required to work beyond their regular quitting time into the next shift 
shall receive a fifteen (15) minute rest period before they start to work on the next shift. 
(f) If the employee works four (4) hours into the next shift, he/she will be given a 
fifteen (15) minute rest period. 
SECTION 3. WORK SHIFT CHANGES 
Any scheduled shift changes, the Union will be notified in writing five (5) days prior to 
such shift changes. If the Employer and the Union cannot mutually agree upon the 
reasonableness of such change, it will be subject to the grievance procedure, except in an 
emergency. 
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SECTION 4. CONTINUOUS OPERATIONS 
Employees engaged in continuous operations are defined as being any employee or group 
of employees engaged in an operation for which there is regularly scheduled employment in 
excess of eight (8) hours in a twenty-four (24) hour period; Monday through Friday, or any 
scheduled employment on a Saturday, Sunday or Holiday. All employees engaged in continuous 
operations shall have Saturday and Sunday work schedules rotated within their department, when 
the rotation of work schedules is the nonnal operating routine of that department. This shall not 
be construed as denying any employee two (2) consecutive days off during a work week. The 
sixth and seventh consecutive days shall be considered premium days. 
ARTICLE FOUR
 
REPORTING TIME
 
SECTION 1. SHOW-UP TIME 
Any employee who is scheduled to report for work and who presents him or herself for 
work as scheduled shall be assigned work for the full day. 
SECTION 2. CALL TIME 
(a) Any employee scheduled to come in early or stay beyond his/her scheduled shift 
or outside of the employee's contiguous hours of work, shall be paid at the rate of time-and-one­
half (l 112) for actual hours worked contiguous to the beginning or end of the employee's shift. 
(b) If an employee has not been scheduled to come in early or stay late and is called 
in or called back to work, then a minimum of three (3) hours at a rate of time and one-half (1 Y2) 
will be paid to the employee who is called in early or called back for duty outside of the 
employee's regularly scheduled shift. 
(c) Under no circumstances shall an employee be sent home during the regularly 
scheduled shift for the purposes of recalling such employee to work on another work shift which 
begins at the end of the employee's regular work shift. 
(d) If the Housing Authority closes during nonnal business hours, all essential 
personnel who remain working shall be paid time-and-one-half (1 Y2) for hours worked after the 
closing. 
SECTION 3. PREMIUM RATES OF PAY 
(a)	 Times and one-half (I \;2) pay shall be paid to all members of the Unit as follows: 
1.	 White collar workers for all work perfonned in excess of seven (7) hours 
in any day, and thirty-five (35) hours in any week. 
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2.	 Blue collar workers for all work perfonned in excess of eight (8) hours in 
any day and forty (40) hours in any week. 
3.	 Second and third shifts, as defined in Article 3, will be paid a shift 
differential of $.60 per hour. 
(b) Any and all work perfonned on Sundays shall be double (2 times) the regular pay 
rate, except as set forth in stand-by time. 
SECTION 4. DISTRIBUTION 
(a) Overtime work shall be distributed to employees working within the same job 
classification and within a department or unit subdivision to the extent it is reasonable. Upon the 
exhaustion of the list of employee within a particular department, overtime may then be offered 
to employees on the same basis in other departments. 
(b)	 All overtime work shall be voluntary except when an emergency exists. 
SECTION 5. STAND-BY TIME 
By special arrangement, weekend coverage is as stipulated under the Maintenance 
Specialist On Call agreement. 
ARTICLE FIVE
 
SENIORITY
 
SECTION I. DEFINITION 
Seniority means an employee's length of continuous service with the Employer since the 
employee's last date of hire. 
SECTION 2. PROBATION PERIOD 
(a) Employees hired to fill all Civil Service positions shall be considered as 
probationary employees for a minimum of eight (8) weeks and a maximum of thirty-six (36) 
weeks. Employees promoted to a new title will serve a maximum of a sixteen (16) week 
probationary period. Upon mutual agreement of the RHA and the Union, extensions of 
probationary periods may be granted up to a maximum of fifty-two (52) weeks. Such extensions 
shall not be unreasonably denied. When an employee completes the probationary period, the 
employee shall be entered on the seniority list retroactive to the employees last date of hire. 
There shall be no seniority among probationary employees, however, probationary employees 
shall receive all benefits afforded to all regular employees. 
(b) The Union shall represent all probationary and provisional employees in job titles 
covered by the collective bargaining agreement for the purpose of collective bargaining in 
respect to wages/salaries, hours, and other conditions set forth under Article I of this Agreement. 
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SECTION 3. SENIORITY LISTS 
Every six (6) months the Employer shall post on all Union boards a seniority list showing 
the continuous service of each employee. A copy of the seniority list shall be furnished to the 
Local Union when it is posted. The seniority list will show the names, job titles, and date of hire 
of all employees in the unit entitled to seniority. 
ARTICLE SIX
 
WORK FORCE CHANGES
 
SECTION 1. COMPETITIVE CIVIL SERVICE JOBS 
Nothing contained in this Article (except Sections l, 2, and 9) shall apply to competitive 
civil service jobs. All work force changes for competitive civil service jobs shall be subject to 
the rules and regulations of the Civil Service Law. 
SECTION 2. ASSIGNMENT 
All employees of the RHA shall be subject, as a condition of employment, to assignment 
or reassignment to any property or location within the RHA's jurisdiction. 
An employee desiring to be reassigned to another property or location shall submit an 
application in writing to hislher immediate supervisor. The application shall state the reason for 
the requested reassignment. The supervisor will forward the application to Human Resources for 
review and determination as to whether or not the employee meets the qualifications of the 
position to which reassignment is desired. 
SECTION 3. PROMOTIONS AND FILLING OF NON-COMPETITIVE VACANCIES 
(a) The term promotion means the advancement of an employee to a higher position 
or the reassignment of an employee to a higher paying position. 
(b) Whenever an opportunity for promotion occurs or a job opening occurs in other 
than in a temporary situation in any existing job classification, a notice of such openings shall be 
posted on all of the Employer's bulletin boards, stating the job classification, rate of pay, and the 
nature of the job requirements in order to qualify. Such posting shall be for a period of not less 
than five (5) work days. 
(c) During this period, employees who wish to apply for the open position, including 
employees on layoff, may do so. The application shall be in writing, and it shall be submitted to 
the Human Resources Department 
(d) The Employer shall fill such job openings or vacancies, from among the qualified 
bidders. If RHA determines that a bidder is not qualified to perform the duties of a job, then 
RHA shall state the reasons for this determination in writing and submit the reasons to the 
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I~ffected employee and the Union and the bidder shall be considered not to be a qualified job 
bidder. 
If there are at least three (3) qualified job bidders, then RHA shall fill job opening 
by selecting one of three most senior qualified job bidders. If there are fewer than three (3) 
qualified job bidders, then RHA may either select from among the qualified job bidders, or elect 
not to fill the vacancy at that time. 
(e) A notice listing the person selected for the pOSitIOn shall be posted by the 
Employer on all bulletin boards within five (5) work days of the selection by the Employer and 
be posted for a period of at least ten (10) work days. 
(f) Any person selected for promotion in accordance with the procedure set forth 
above shall undergo a trial probationary period of eight (8) weeks, but not to exceed sixteen 
(16) weeks. In the event said employee is not capable of performing duties of the job, he/she 
will be returned to his/her former classification and pay grade. 
SECTION 4. TEMPORARY NON-COMPETITIVE JOB OPENINGS 
(a) Temporary job openings are defined as job vacancies that may periodically develop in 
any job classification because of illness, vacation or leave of absence, or for any other reason. 
Job openings that recur on a regular basis shall not be considered temporary job openings. 
(b) Temporary job openings shall be filled by Employer assignment or re-assignment, 
based upon seniority and qualification before a new employee or temporary employee is hired. 
When it is necessary for higher classification employees to work in lower classification and no 
one volunteers for such assignment, then the least senior employee in the classification nearest 
the lower classification of work to be performed shall be selected and so on up until the 
necessary employees required has been achieved. 
(c) 1. No employee shall be assigned to a temporary job opening more than 
twice in any calendar year, unless the employee specifically requests the assignment. The 
request must be in writing and submitted to the employee's immediate supervisor. It is the intent 
of this provision to prevent the repeated assignment to job vacancies designated as temporary job 
openings when such job openings could be filled in another manner. 
2. The provisions of (c) above shall not apply when filling temporary 
positions due to vacation periods. 
(d) Employees assigned to temporary job openings shall be paid the wage rate 
established for the job or their own wage rate, whichever is higher. 
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SECTION 5. DEMOTIONS NON-COMPETITIVE POSITIONS 
(a) The term demotion, as used in this provision, means the reassignment, not 
requested by the employee, of an employee from a position in one job classification to a lower 
paying position in the same job classification or in another job classification. 
(b) Demotions shall be made only to avoid laying off employees. In any case 
involving demotion, the employee involved shall have the right to elect which alternative he will 
take, the demotion or the layoff. 
(c) No demotion shall be made for disciplinary reasons. 
(d) An employee who is relegated back to hislher previous job from a higher 
classification to which he/she was provisionally appointed because of inability to prove to the 
Employer that they were able to fulfill the standards of the job, or pass a Civil Service 
examination required for permanent appointment to that job, or who voluntarily relinquishes 
such job, shall not be considered as demoted. 
(e) Members of the unit who feel unjustly demoted shall have recourse to the 
grievance procedure of this Agreement. 
SECTION 6. LAYOFF NON-COMPETITIVE POSITIONS 
(a) In the event the Employer plans to layoff employees for any reason, the 
Employer shall meet with the Union to review such anticipated layoff at least fifteen (15) days 
prior to such action to be taken. 
(b) When such action takes place it shall be accomplished by laying off temporary 
employees first. Should it be necessary to further reduce the work force, then regular employees 
shall be laid off in the inverse order of seniority within the job classification affected by the 
layoff. 
(c) The Employer shall forward a list of those employees being laid off to the Local 
Union Secretary on the same date that the notices are issued to the employees. 
(d) Employees to be laid off will have at least fourteen (14) calendar days notice of 
layoff. 
(e) When an employee is laid off due to a reduction in the work force, he/she shall be 
permitted to exercise his/her seniority right to bump, or replace an employee with less seniority. 
Such employee may, if they so desire, bump an employee in an equal or lower job classification 
provided the bumping employee has greater seniority than the employee who is bumped. The 
bumping employee must be able to do the work within thirty (30) work days without a training 
period. 
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(f) Except as otherwise provided by law, all stewards, for purposes of detennining 
the order of layoffs, shall have top seniority within this bargaining unit, provided they are 
qualified to perfonn the work within a thirty (30) day trial period. 
SECTION 7. RECALL FOR NON-COMPETITIVE POSITIONS 
(a) When the work force is increased after a layoff, laid off employees will be 
recalled according to seniority within the job classification affected by the layoff. Notice of 
recall shall be sent to the employee at his last known address by registered mail. If any 
employee fails to notify his department head by mail or phone within five (5) days from the date 
of mailing of notice of recall, he shall be considered a quit. Recall rights for an employee shall 
expire two (2) years from the date of layoff. 
(b) No new employees shall be hired until all employees on layoff status deciding to 
return to work have been recalled. 
SECTION 8. TRANSFERS NON-CONIPETITIVE POSITIONS 
(a) Employees desiring to transfer to other jobs shall submit an application in writing 
to their immediate supervisor. The application shall state the reason for the requested transfer. 
(b) Employees requesting transfers for reasons other than the elimination ofjobs shall 
be transferred to equal or lower paying job classifications on the basis of seniority, providing a 
vacancy exists. 
(c) If an employee is transferred to a position under the Employer not included in the 
unit, he/she shall accumulate seniority while working in the position to which he/she was 
transferred. 
SECTION 9. CIVIL SERVICE EXAM FEE 
The fee for all Civil Service examinations taken by unit members for a RHA position will 
be reimbursed by the RHA. 
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ARTICLE SEVEN
 
HOLIDAYS
 
SECTION 1. HOLIDAYS RECOGNIZED AND OBSERVED
 
(a) The following shall be the official legal, paid holidays authorized to be observed 
by all unit members: 
New Years Day Thanksgiving Day 
Memorial Day Day after Thanksgiving 
Independence Day Christmas Day 
Labor Day 
Whenever one of the holidays listed above shall fall on Saturday, the preceding Friday 
shall be observed as the holiday. 
Whenever any of the holidays listed above shall fall on Sunday, the succeeding Monday 
shall be observed as the holiday. 
Special holidays may be authorized from time to time by the RHA in keeping with any 
event, occasion or policy adopted by the municipality. 
(b) Any employee required to work on any of the authorized holidays shall be 
compensated at time and one-half plus holiday pay. 
(c) Hourly and per diem employees hired on a temporary, seasonal, or part-time 
basis, shall not, in any manner, be compensated or credited for holiday observed. 
(d) Employees shall be eligible for holiday pay if the employee would have been 
scheduled to work on such day or is on an authorized leave with pay and the employee worked 
hislher last scheduled work day prior to the holiday and the next scheduled work day following 
the holiday unless he/she is excused by the Employer for a valid reason. 
(e) Ifa holiday is observed on an employee's scheduled day off, he/she shall be given 
a lieu day. Lieu days must be taken within ninety (90) days subject to the provisions of 
paragraph (d) above. 
(1) Should any of the above authorized holidays occur during an employee's vacation 
leave, sick leave, or personal leave, he/she shall receive holiday pay. Such holiday shall not be 
counted as a day against vacation, sick leave, or personal leave. 
SECTION 2. HOLIDAY HOURS FOR OVERTIME PURPOSES 
For the purposes of computing overtime, all unworked holiday hours for which an 
employee is compensated shall be regarded as hours worked. 
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ARTICLE EIGHT
 
VACATIONS
 
SECTION 1. 
Full-time unit members are eligible for vacation in accordance with the following schedule: 
New employees begin earning vacation time on the first of the month following two full 
months of service. During the first two calendar years of employment employees accrue 
vacation as shown in Chart A in this section. An employee may take accumulated vacation after 
completing six months of service with RHA. 
Beginning January 1 of the year in which the employee celebrates the third anniversary, 
the employee receives 16 days of vacation each year. 
Beginning January 1 of the year in which the employee celebrates the fifth anniversary, 
the employee receives 21 days of vacation each year. 
Beginning January 1 of the year in which the employee celebrates the tenth anniversary, 
the employee receives 26 days of vacation each year. 
Effective January 1, 2001, beginning January 1 of the year in which the employee 
celebrates the twentieth anniversary, the employee receives 31 days of vacation each year. 
Six floating holidays are incorporated into this vacation schedule. 
SECTION 2. 
All vacations shall be requested in writing on the appropriate form and are subject to 
approval by the designated supervisor. Vacation shall be granted for the time requested by the 
employee subject to the following. If the nature of the work makes it necessary to limit the 
number of employees on vacation at the same time, the employee with the greater seniority shall 
be given the choice of vacation period in the event of any conflict over vacation period. 
Vacation requests in excess of two weeks must be approved by the Executive Director. 
Vacation requests of five (5) days or more must be submitted at least five (5) working 
days in advance, with exceptions allowed for bonafide emergencies on a case-by-case basis. 
SECTION 3. 
Vacation pay is based on regularly scheduled hours at the straight time rate. 
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SECTION 4. 
A maximum of 25 days of vacation may be carried over from one year to the next. An 
employee'S "bank" must never exceed the 25 days maximum as of December 31 of each year. 
Vacation days in excess of 25 days will be forfeited if not taken by the end of December unless 
the employee has been required by the RHA to work rather than take vacation days, with the 
approval of the Executive Director. 
SECTION 5. 
Employees who have taken a minimum of 10 days of vacation during the year may 
convert up to 10 days of remaining vacation to pay, at the employee's current rate of 
compensation. Available days may be converted in either June or December at the employee's 
discretion, in any combination of whole days, but cannot exceed the maximum of 10 days per 
year. 
SECTION 6. 
Employees who submit a written request to the payroll department at least two weeks in 
advance will receive vacation pay equal to the number of days vacation leave to be taken before 
the date of the vacation leave. 
SECTION 7. 
The smallest increment of vacation leave that may be taken is one-half (1/2) work hour. 
SECTION 8. CONVERSION OPTION 
Vacation leave may be used by an employee to extend expired sick leave when the 
employee submits a written request to the Employer. 
SECTION 9. VACATION PAY AT TERMINATION 
If an employee resigns voluntarily, giving two weeks advance notice, he/she will be paid 
for earned but unused vacation time in a lump sum on the next regular pay period. In the event 
of death, payment shall be made to the estate of the employee. 
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CHARTA
 
First Full 
Calendar First Calendar Year 
Months of of Employment 
Employment Earned Vacation Time and Floating Holidays 
Jan. Feb. Mar. Apr. May June July Aug. Sept. Oct. Nov. Dec. 
January 0 0 1 2 1 2* 1 2 1 2 1 2 
February 0 0 2 I 2 1* 2 1 2 1 2 
March 0 0 1 2 1 2* 1 2 1 2 
April 0 0 2 1 2 1* 2 1 2 
May 0 0 1 2 1 2* 1 2 
June 0 0 2 1 2 1* 2 
July 0 0 1 2 1 2* 
August 0 0 2 1 2 
September 0 0 1 2 
October 0 0 2 
November 0 0 
December 0 
Second Calendar Year of Employment
 
Vacation and Floating Holidays Time Earned
 
Jan. Feb. Mar. Apr. May June July Aug. Sept. Oct. Nov. Dec. 
January 16 days 
February 1 2 1 2 1 2 1 2 1 2 0 1 
March 1 2 1 2 1 2 1 2 1 2 0 1 
April 1 2 1 2 1 2 1 2 1 2 0 1 
May 1 2 1 2 1 2 1 2 1 2 0 1 
June 1 2 1 2 1 2 1 2 1 2 0 1 
July 1 2 1 2 1 2 1 2 1 2 0 1 
August 1* 2 1 2 1 2 1 2 1 2 0 1 
September 1 2* 1 2 1 2 1 2 1 2 0 1 
October 1 2 1* 2 1 2 1 2 1 2 0 1 
November 1 2 1 2* 1 2 1 2 1 2 0 1 
December 0 2 1 2 1* 2 1 2 1 2 1 1 
*Accumulated vacation time can be taken anytime after completion of this month of service 
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ARTICLE NINE
 
SICK LEAVE
 
SECTION 1. ALLOWANCE
 
(a) Employees of the RHA who are unable to perform the duties of their position due 
to personal illness or injury shall be granted full pay during such absence from duty to the extent 
that accrued sick leave credits described herein will allow. 
(b) Employees of the RHA shall receive ten (10) days sick leave at the beginning of 
the calendar year. New hires will receive sick leave according to the following schedule 
effective immediately: 
Hired onlbefore: 
January 15 10 days 
February 15 9 days 
March 15 8 days 
April 15 7 days 
May 15 6 days 
June 15 5 days 
July 15 4 days 
August 15 3 days 
September 15 2 days 
October 15 1 day 
November 15 odays 
December 15 odays 
(c) Accrued sick leave credit under any previous policy and remaining as a credit to 
any existing employee on the effective date of this contract shall so remain. 
(d) When an employee is separated from service, there shall be no monetizing or 
payment for accrued unused sick leave. Sick leave credits shall be permitted to accumulate but 
not in excess ofa maximum of one hundred and sixty-five (165) working days. 
SECTION 2. CONDITIONS 
(a) Accrued sick leave credits may be used for absence with pay for the following 
causes other than personal illness: 
1.	 Serious illness in the employee's immediate family requiring care and 
attendance of the employee. Verification by a physician is required. 
2.	 Quarantine regulations. Verification by a physician is required. 
3.	 Medical or dental visits or health examinations. 
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(b) Any employee required to be absent because of personal illness, or any other 
cause provided in this section, shall report, or have reported for hislher such intended absence no 
later than one hour beyond the normal start of the working day. Unreported absences shall not 
be charged to sick leave and shall result in unpaid leave. A waiver of this reporting requirement 
may be sought and granted only in the event of an emergency. The Employer will provide a list 
of persons to contact when reporting absence due to illness. 
(c) Any employee absent and on sick leave for more than five (5) consecutive 
working days shall be required to submit verification from an attending physician or other 
satisfactory proof of illness to the appropriate supervisor at the time of reporting back to work. 
SECTION 3. EXCLUSIONS 
Hourly and per diem employees hired on a temporary, seasonal, or part-time basis shall 
not be entitled to any sick leave with pay. 
SECTION 4. 
An employee returning from unpaid leave will be reinstated to hislher former position or 
an equivalent position with equivalent benefits and pay provided the employee is able to perform 
the duties of the position. 
SECTION 5. 
Effective January 1,2001, all unit employees will be covered by this Article. Former "B" 
employees hired on or before February 15, 2000 will each have a bank of 15 sick leave days for 
use for illness of more than 5 consecutive work days. 
ARTICLE TEN
 
LEAYES OF ABSENCE
 
GENERAL INFORMATION
 
SECTION 1. ELIGIBILITY REQUIREMENTS 
Employees shall be eligible for leaves of absence with pay after twelve (12) months 
service, with the Employer's approval, which shall not be unreasonably denied. Employees shall 
be eligible for leaves of absence without pay, with the Employer's approval, after two (2) years 
of service and shall be granted a leave not to exceed twelve (12) months for any valid reason. 
SECTION 2. APPLICAnON FOR LEAYES 
(a) Any request for a leave of absence shall be submitted in writing by the employee 
to the immediate supervisor. The request shall state the reason the leave of absence is being 
requested and the approximate length of time off the employee desires. 
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(b) Authorization for a leave of absence shall be furnished to the employee by the 
Employer, and it shall be in writing. 
(c) Any request for a leave of absence shall be answered promptly. Requests for 
immediate leaves because of special urgency shall be answered before the end of the shift on 
which the request is submitted. A request for a leave of absence not exceeding one (1) month 
shall be answered within five (5) working days. A request for a leave of absence exceeding one 
(l) month shall be answered within ten (10) working days. 
(d) In addition to accruing seniority while on any paid leave of absence granted under 
the provisions of this Agreement, employees shall be returned to the position they held at the 
time the leave of absence was requested. 
(e) An employee returning from unpaid leave will be reinstated to hislher former 
position or an equivalent position with equivalent benefits and pay provided the employee is able 
to perform the duties of the position. 
(f) This Article shall not prevent the application of Sections 71, 72 or 73 of the Civil 
Service Law. 
SECTION 3. 
Effective January 1,2001, all unit employees will be covered by this Article. 
ARTICLE ELEVEN
 
LEAYES OF ABSENCE WITH PAY
 
SECTION 1. DEATH IN THE FAMILY 
In the event of a death in the family of an employee, (spouse, parents, children, sisters, 
brothers, grandparents, grandchildren, father-in-law, mother-in-law, brother-in-law, sister-in-law 
of the employee) or any person residing in the household, the employee will be allowed four (4) 
work days leave of absence with full pay, to make household adjustments, arrangements for the 
funeral or to attend funeral services. Official notice of death shall be furnished to the Employer 
by the employee. 
SECTION 2. COURT ATTENDANCE 
Employees subpoenaed to appear before a court or other public body on any matter not 
related to their work, and in which they are not personally involved as a plaintiff or defendant, 
shall be granted leave with pay for the period necessary. Proof of such requirements may be 
required by the RHA. 
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SECTION 3. JURy DUTY 
Employees shall be granted leave with pay when called for jury duty provided the 
employee submits a statement of time served on jury duty, as provided by the courts, to the 
RHA. 
SECTION 4. CIVIL SERVICE EXAMINATIONS 
Any employee shall be granted leave with pay to participate in any open competitive or 
promotional examination for which he/she has been accepted and which is given by the Civil 
Service Commission of the municipality. 
SECTION 5. PERSONAL LEAVE 
(a) After one (1) year continuous service and yearly thereafter on January 2, full-time 
employees shall be entitled to personal leave with pay not to exceed four (4) days in anyone 
calendar year for personal or legal business or household or family matters of an emergency 
nature not covered elsewhere in this contract provided the employee states the reason for the 
request and approval is given by the supervisor. 
(b) The smallest increment of personal leave that may be taken is one-half (112) hour. 
(c) Unused Personal Leave will be converted to Sick Leave on December 31 of each 
year. 
SECTION 6. RELIGIOUS HOLIDAYS 
Any full-time employee may use available vacation or personal leave for observation of 
known established religious holidays of the religion of their choice. Such leave may be taken in 
no less than one-half (1/2) hour segments. Authorized absence without pay shall be used if the 
employee does not have vacation or personal leave time. 
SECTION 7. MILITARY LEAVE 
Any employee who is called to military duty under the circumstances described in 
Section 242 of Military Law of the State of New York shall be granted a leave of absence with 
pay, not to exceed thirty (30) days in a calendar year. 
SECTION 8. 
Effective January 1, 2001 all unit employees will be covered by this Article. 
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ARTICLE TWELVE
 
LEAVES OF ABSENCE WITHOUT PAY
 
All unpaid leaves of absence shall be as provided in the Family and Medical Leave Act. 
ARTICLE THIRTEEN
 
FAMILY AND MEDICAL LEAVE
 
All leave and benefit provisions of this contract will be counted towards the leave and 
benefit provisions of the Family and Medical Leave Act of 1993 where applicable. FMLA leave 
and benefits will be applied to eligible unit members if the contractual leave and benefits provide 
less than the FrvILA. 
ARTICLE FOURTEEN
 
WAGES AND CLASSIFICATIONS
 
SECTION 1.	 WAGES 
(a) The parties have agreed to eliminate the use of the step schedule for purposes of 
annual wage increases, and have agreed to do so by grandfathering only those employees who 
are currently employed by RHA and who are now on the step schedule. Therefore, as of the date 
of the approval and ratification of this agreement by both sides, and with the exception of 
employees currently on the step schedule who shall be pennitted to finish going through 
whatever steps remain for the employee, RHA shall eliminate use of the step schedule for 
purposes of annual wage increases. Once the employees currently on the step schedule have 
reached the top of the schedule, they will not be entitled to any further step increases, and shall 
be entitled to the agreed wage increase only. All new employees and any employee who is 
promoted to a higher position (whether or not they were still on the step schedule when 
promoted) shall be entitled to the agreed wage increases only. 
(b) The wage increases for 2007,2008 and 2009 shall be 2.8%,2.8% and 2.8%. 
NOTE:	 ALL WAGES AND SALARY AGREEMENTS BETWEEN THE UNION AND 
EMPLOYER ARE SUBJECT TO THE APPROVAL OF THE ROCHESTER 
CITY COUNCIL PER SECTION 32 OF THE NEW YORK STATE PUBLIC 
HOUSING LAW. 
(c) Initial placement of employees who are newly hired, promoted or demoted shall 
be decided by RHA. For employees who are promoted, the initial placement shall be mutually 
agreed upon by RHA and the employee. Nothing in this sub-section shall be grievable. 
(d) All employees shall be eligible for a pay increase on October 1. 
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(e) An appointing officer, upon evaluation of the employee, may deny a salary step 
increase only on the basis of documented disciplinary action for (1) prior work performance, or 
(2) poor attendance. A denial of a salary step increase may be grieved under the procedure set 
forth in Article 21. 
(f) When any re-allocation or re-classification of a position to a higher wage bracket 
takes place, the incumbent employee will be compensated in such higher wage bracket at a 
starting increment step nearest and above the compensation paid to the employee prior to 
reallocation or re-classification. 
(g) In the event of any revision or adjustment of the salary or wage range assigned to 
salary or wage brackets, employees shall be placed in the increment step in the new range 
comparable to the earned increment step in the previous range. 
(h) 1. The RHA may from time to time revise or adjust its salary and increment 
schedule and/or its authorized staff positions as conditions change or to maintain comparability 
with the municipality. 
2. The Union shall be notified when changes as set forth in 1. above are to be 
made. No such change shall take place except ten (10) working days after such notification. 
SECTION 2. LONGEVITY PAY 
(a) Employees in the unit will receive longevity payments according to the following 
schedule: 
Number of Years of Annual 
Service Completed Payment 
5 years $100 
10 years $200 
15 years $300 
20 years $400 
25 years $500 
(b) Effective July 1, 2000, longevity payments will be made in one payment in the 
payroll following the employee's anniversary date. In the event the member of the unit is 
terminated for any reason, the payment will be prorated. 
SECTION 3. OUT OF TITLE PAY 
An employee designated by the RHA to work out-of-title shall receive the rate for such 
out-of-title work the rate of pay he would receive if regularly promoted to the title, provided that 
the out-of-title pay shall not be extended where such work is for a period of time less than one 
full day. 
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SECTION 4. SHIFT DIFFERENTIAL 
Sixty cents per hour ($.60/hr) for second and third shifts (See Article 4, Section 3(a)(3)). 
SECTION 5. FLEXIBLE SPENDING ACCOUNT 
A flexible spending account will be made available to all bargaining unit employees. 
SECTION 6. DIRECT DEPOSIT 
All current union employees shall be paid using direct deposit by January 1, 2008. New 
hires will have three (3) months to arrange for direct deposit pay. 
ARTICLE FIFTEEN
 
WORKERS' COMPENSAnON AND DISABILITY INSURANCE
 
SECTION 1. WORKERS ' COMPENSATION 
The RHA shall carry Workers' Compensation Insurance in accordance with State 
regulations applicable thereto, and pay the entire premium cost of such protection for its 
employees while in performance of duties. Any employee injured in the course of duty shall 
immediately report same to their supervisor for advice on proper reporting of the incident and 
filing a claim. 
SECTION 2. SHORT TERM DISABILITY (Effective January 1,2008) 
(a)	 New York State statutory disability insurance coverage is paid by both the employee 
andRHA. 
(b) Optional supplemental disability insurance is available to employees that can provide 
coverage up to 66-2/3 % of their average weekly wage for up to 26 weeks. The cost 
of this supplemental coverage is fully paid for by the employee. 
(c) Short-term disability coverage will commence once all sick time accruals have been 
exhausted, or after a minimum of seven (7) calendar day absence from work due to 
the disability. At the employee's discretion, vacation or personal leave may be used 
prior to applying for disability coverage. Vacation or personal leave cannot be used 
concurrently to augment any disability benefits or coverage 
(d)	 Time off of work for a disability due to illness and injury will run concurrently, if 
applicable, with leave time under the FMLA (Family Medical Leave Act). 
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(e) Employees	 are responsible for paying their portion of their medical and dental 
insurance premiums as well as any other voluntary benefit premium deductions while 
absent from work due to a disability. Payments are due on the first day of every 
month. Coverage will cease if an employee is more than 30 days late in paying their 
premium(s). If coverage is terminated, the employee is eligible for continued group 
coverage through COBRA. 
SECTION 3. LONG TERM DISABILTY (Effective January 1,2008) 
RHA shall offer the same long-term disability benefit to union members as is offered to 
non-union members. 
ARTICLE SIXTEEN
 
RETIREMENT PLAN
 
SECTION 1. BASIC PLAN 
By action of the RHA under authorization of the State Law, employees of the RHA are 
admitted to membership in the New York State Employees Retirement System. All full-time 
employees, permanent or provisional, are eligible for participation. The RHA shall pay into the 
fund the full required share for each participating employee. Conditions of membership, 
optional plans, and retirement benefits shall be made available to eligible employees as are 
issued from time to time by the Office of the Comptroller of the State of New York. Coverage 
extends to retirement, disability, and death benefits. 
Hire Date 
Tier I Prior to 7/1/73 
Tier II 7/1/73 to 7/26/76 
Tier III 7/26/76 to 8/31/83 
Tier IV 9/1/83 or after 
ARTICLE SEVENTEEN
 
DENTAL COVERAGE
 
The Employer shall provide a dental plan, First Ameritas through the Business Council of 
New York State, for regular full-time employees covered by this Agreement and their eligible 
dependents. Employees eligible for the Dental Plan may select Single (non-family) Plan 
coverage or Family (non-single) Plan coverage. RHA will contribute 50% of the premium cost 
for dental coverage. If the RHA desires to change dental providers in the future, they will meet 
with representatives of the Union at least 60 days in advance of such change to discuss related 
matters. 
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ARTICLE EIGHTEEN
 
LIFE INSURANCE
 
Each full-time employee will have the benefit of a no-cost life insurance term policy. 
Effective July 1, 2000, the life insurance amount is $10,000. The policy also has a double 
indemnity and dismemberment provision. 
ARTICLE NINETEEN
 
HOSP!TALIZATION AND MEDICAL BENEFITS
 
SECTION 1. BASIC COVERAGE (Effective January 1, 2008) 
(a)	 The Rochester Housing Authority will pay 75% of the premium for Blue Choice 
Value. The employee pays 25% of the premium or the difference for a more 
expensive plan. 
(b)	 Each full-time employee will receive $900 annually for reimbursement for 
eligible medical expenses ("Plan A"). 
(c) "If the current base plan becomes unavailable or if the premium cost for the base 
plan increases in excess of 18% in one year, the Housing Authority retains the right to substitute 
different health insurance coverage (including any dental, vision, or other coverage that is now or 
may in the future become available) through an alternative source (carrier, plan, or policy) or 
through self insurance, provided the following procedures and standards are met: 
a.	 The Union shall be provided with pertinent information concerning the 
benefits under the proposed new coverage and how they compare to the 
existing coverage; 
b.	 The proposed coverage shall be substantially comparable to the existing 
coverage, meaning that it shall not materially diminish the major benefits; 
c.	 Upon the request of the Union, the parties will meet to resolve any questions 
or differences, with such consultation to be held in a timely fashion; 
d.	 If a meeting is requested and the consultation does not fully resolve questions 
of differences, the Housing Authority's proposal to change coverage will be 
submitted to arbitration, with the hearing to be held not more than 60 days 
after the Housing Authority's initial proposal (except as the parties may agree 
to a later date), and the arbitrator shall determine whether the proposed 
coverage meets the standards set forth in paragraph B above; 
e.	 Pending the decision of the arbitrator, the existing coverage shall not be 
changed." 
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SECTION 2. RETIREE MEDICAL INSURANCE BENEFIT
 
(a) Effective July	 I, 2007, Retirees aged 55-64 who retire from RHA in the New York 
State Retirement System with at least ten (10) years of continuous service at the 
RHA, and who have medical insurance coverage through RHA at the time of 
retirement can remain on the RHA group plan and RHA will contribute up to a 
maximum of $1 75.00/month towards the cost of the premium for the plan in which 
the retiree is enrolled. The retiree will be responsible for paying the balance of the 
premIUm. 
(b) Retirees aged 55-64 who have coverage through RHA at the time of retirement and 
who relocate to any other jurisdiction, not receiving partial or full benefit 
coverage/reimbursement from any other source, upon showing proof of out-of-pocket 
cost of medical coverage, are eligible for annual reimbursement up to $175.00 per 
month for the out-of-pocket premium cost that RHA would pay if remaining in the 
jurisdiction. 
(c) Retirees aged 55-64 who do not have medical insurance coverage through RHA at the 
time of retirement, and who do not receive partial or full coverage/reimbursement 
from another source, upon showing proof of out-of-pocket cost of medical coverage, 
are eligible for annual reimbursement of out-of-pocket premium cost, up to $175.00 
per month. Upon death of the eligible RHA retiree, the spouse/family may remain in 
the group plan. The spouse/family will pay full premium cost. 
(d) Retirees aged	 65 and over who have retired from RHA in the New York State 
Retirement System with a least ten (10) years of continuous service at RHA may 
enroll in the applicable Medicare supplemental plan, paid by the Employer, that is 
offered at the time of retirement or any replacement equivalent future RHA adopted 
plan.. Upon death of the eligible RHA retiree, the spouse/family may remain in the 
group plan. The spouse/family will pay full premium cost. A spouse and/or 
dependent under age 65 may remain on the group plan and will be responsible to pay 
the full premium cost. 
(e)	 Retirees are required to pay their portion of the medical insurance premiums on the 
first day of each month. Coverage will cease if a retiree's premium payment is more 
than 30 days late. If the medical premium is 15 days overdue" the RHA will notify 
the retiree that hislher medical and/or dental coverage will terminate if the premium is 
not received within the next 15 days. 
(1)	 Retirees will be offered the opportunity to change the medical insurance provided 
once per year during RHA's designated open enrollment. Mid-year changes may 
occur due to RHA and provider designated qualifying events. 
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SECTION 3. HEALTH INSURANCE OPT-OUT (Effective January I, 2008) 
a.	 RHA to provide a health insurance opt-out payment of 50% of the premium amount 
saved up to a maximum of $2,000 annually. The opt-out payment shall be made in 
installments on a quarterly basis in April, July, October and January. No employee 
will be pennitted to opt-out of health insurance and receive the opt-out payment 
without proof of health insurance through another source. If an employee who opted 
out of health insurance and received the opt-out payment needs to re-enroll in the 
Housing Authority'S plan because the other source of health insurance was lost, then 
the employee shall repay a pro-rated amount of the opt-out premium based on the 
number of weeks in the plan year that the employee was not covered by the Housing 
Authority'S insurance plan, if applicable. 
ARTICLE TWENTY
 
TRAVEL
 
SECTION 1. LOCAL TRAVEL 
(a) Employees required to travel by use of personal automobiles in the course of their 
duties shall be compensated for the use of such automobiles at the rate established from time to 
time by the Internal Revenue Service, plus parking fees or tolls necessitated because of a specific 
trip or destination. Such mileage shall be paid on a reimbursement basis which reimbursement 
request must be submitted on a fonn prescribed by the RHA, signed by the employee, approved 
by the supervisor, and showing the date of travel and miles traveled. All such reimbursement 
requests must be submitted monthly covering the period from the first to the last day of each 
month. All reimbursement requests will be processed in accordance with the RHA's ordinary 
payment schedule. 
(b) No mileage reimbursement shall be claimed or honored for travel to and from 
personal residence and place of employment. In the event of an emergency the employee will be 
paid mileage by the RHA. 
(c) Employees required to travel by use of an RHA-owned vehicle in the perfonnance 
of their duties and who are assigned an authorized credit card shall be responsible for complete 
legible infonnation on any credit receipt which must include the license number of the vehicle 
and the mileage reading. 
(d) It shall be the responsibility of supervisory personnel to schedule the most 
economic transportation requirements, and to limit travel requirements to the minimum 
necessary. 
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ARTICLE TWENTY-ONE
 
SETTLEMENT OF DISPUTES
 
SECTION 1. GRIEVANCES
 
Any grievance or dispute which may arise between the parties~ concerning the 
application, meaning or interpretation of this Agreement, but excluding any grievance or dispute 
which has a statutory remedy available through an administrative agency, shall be settled in the 
following manner: 
STEP 1:	 The Union Steward together with the employee shall take up the grievance or 
dispute with the employee's immediate supervisor or designee within five (5) 
work days of its occurrence. The supervisory shall then attempt to adjust the 
matter and shall respond to the Steward within five (5) work days. 
STEP 2:	 If the grievance has not been settled, it shall be presented in writing by the Union 
Steward to the Department Head within four (4) work days after the supervisor's 
response is due. The Department Head or his designee shall respond to the Union 
Steward or other authorized representative of the Union in writing within five (5) 
work days. 
STEP 3:	 If the grievance still remains unadjusted, it shall be presented by the Union 
President and/or his authorized representative to the Executive Director or 
designee in writing within four (4) work days after the response of the 
Department Head is due. The Executive Director shall respond to the Union 
representative in writing within ten (l0) work days. 
STEP 4:	 If the grievance is still unsettled, either party may within ten (l0) days after the 
reply of the Executive Director or designee is due, by written notice to the other, 
request arbitration. 
SECTION 2.	 ARBITRATION PROCEDURE 
(a) The arbitration proceedings shall be conducted by an arbitrator to be selected by 
the Employer and the Union within ten (10) days after notice has been given per Step 4 of 
Section 1 above. The New York State Public Employment Relations Board shall be requested by 
either or both parties to provide a panel of impartial arbitrators from which both the Employer 
and the Union shall make a selection in accordance with the Board's rules or procedure. The 
request shall be made within ten (10) work days after notice has been given. 
(b) The decision of the arbitrator shall be final and binding on the parties, and the 
arbitrator shall be requested to issue his decision within fifteen (15) days after the conclusion of 
testimony and argument. 
(c) Expenses for the arbitrator's services and the proceedings shall be borne equally 
by the Employer and Union. 
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(d) A witness required to testify shall not lose pay for the time required to testify. 
SECTION 3.	 MATTER RELEVANT TO GRIEVANCE PROCEDURE 
(a) The time limits in the grievance procedure may be extended by mutual agreement 
in writing. 
(b) Any step of the grievance procedure may be bypassed by mutual agreement in 
writing. 
SECTION 4.	 STEWARDS AND GRIEVANCE COMMITTEE 
(a) Employees selected by the Union to act as Union representatives shall be known 
as "stewards". The names of employees selected as stewards and the names of other Union 
officers and representatives who may represent employees shall be certified in writing to the 
Employer by the Local Union. There will be a maximum of six (6) individuals certified as 
stewards, and the individuals so certified shall constitute the Union Grievance Committee. 
(b) Any grievance meetings with the Employer shall be held during working hours on 
the Employer's premises, in an area so designed by the Employer and without lost pay for the 
aggrieved employee and a maximum of two (2) stewards. If the meeting extends beyond 
working hours there shall be no additional accrual time used in computing overtime and the time 
will be unpaid. 
(c) The complete grievance procedure will be available to all probationary employees 
in the bargaining unit. All such employees facing discharge action by the Employer will have 
only grievance steps 1,2, and 3 available. 
ARTICLE TWENTY-TWO
 
DISCIPLINE AND DISCHARGES
 
SECTION 1.	 EXERCISE OF RIGHTS 
(a)	 Disciplinary action or measures by the Employer shall include only the following: 
Oral reprimand 
Written reprimand 
Suspension (notice to be given in writing) 
Discharge, according to Section 75 of the N.Y.S. Civil Service Law 
Grievance Procedure and Arbitration, in accordance with this Agreement. 
(b) Disciplinary action may be imposed upon an employee only for just cause. 
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(c) The employee shall have a right to be represented by the Union on all matters of 
discipline. An employee who is the potential subject of disciplinary action, shall be informed by 
the RHA, prior to any disciplinary meeting, of the right to have a Union Steward or Officer 
present at that meeting. If the employee is unable to secure representation within a reasonable 
time, the RHA may meet with and question the employee. 
(d) When the Employer has reason to reprimand an employee, it shall be done in a 
manner that will not embarrass the employee before other employees or the public; however, 
when such a reprimand will preserve the integrity of the Employer, the reprimand may be 
immediate. 
(e) Letters of concern are not discipline, they are simply meant to put employees on 
notice of conduct or performance issues that are unacceptable and could lead to discipline if 
repeated. 
SECTION 2. DISPUTES AS TO DISCIPLINE AND DISCHARGE 
If an employee is disciplined or discharged, the Employer must notify the Union and the 
employee of the reason for such discipline or discharge within five (5) working days. Within 
five (5) working days of the receipt of such notification, the employee shall have the right to take 
up the disciplinary action or discharge as a grievance or the employee may utilize a statutory 
administrative remedy. The employee shall notify the Employer and the Union in writing of the 
option chosen. If the employee chooses the grievance option, the grievance shall be taken up at 
the third step of the Grievance Procedure within five (5) working days of the receipt of the 
employee's notice in writing and shall be handled in accordance with this procedure through the 
arbitration step, if deemed necessary by either party. 
SECTION 3. PRIVATE HEARINGS 
Upon application by the employee, Union or the Employer, an arbitrator in a discipline 
case shall have the authority to direct that arbitration shall be held in private. 
SECTION 4. 
For purposes of discipline and discharge under this Agreement a preventable motor 
vehicle accident shall be an accident in which the employee is at fault. 
SECTION 5. 
Disciplinary action and discharge for clerical, competitive class titles shall be governed 
solely by the Civil Service Law and not by this Article. Section 75 Civil Service Law hearings 
for such employees shall be heard by an independent hearing officer chosen from a list supplied 
by the Public Employment Relations Board. 
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ARTICLE TWENTY-THREE
 
GENERAL PROVISIONS
 
SECTION 1. PLEDGE AGAINST DISCRIMINATION AND COERCION
 
(a) The provisions of this Agreement shall be applied equally to all employees in the 
bargaining unit without discrimination as to age, sex, marital status, race, color, creed, national 
origin, disability or political affiliation. The Union shall share equally with the Employer the 
responsibility for applying this provision of the Agreement. 
(b) All references to employees in this Agreement designate both sexes, and wherever 
the male gender is used, it shall be construed to include male and female employees. 
(c) The Employer and the Union agree not to interfere with the rights of Employees 
to accept or reject membership in the Union, and there shall be no discrimination, interference, 
restraint, or coercion by the Employer or the Union, or any of their representatives, against any 
employee due to the exercise of rights. 
(d) The Union recognizes its responsibility as bargaining agent and agrees to 
represent all employees in the bargaining unit without discrimination, interferences, restraint or 
coercion. 
SECTION 2. UNION ACTIVITIES ON EMPLOYEE'S TIME AND PREMISES 
(a) The Employer agrees that during working hours, on the Employer's premises, 
appropriate Union representatives, and when necessary at the Local Union office, without loss of 
pay, who are employees shall be allowed to: 
post Union notices; 
transmit communications authorized by the Local Union or its officers to 
the Employer or his representative; 
consult with the Employer, his representatives, Local Union officers, or 
other Union representatives concerning the enforcement of any provisions 
of this Agreement. 
(b) Release time as provided in Section (a) above may only be used with prior notice to 
the employee's supervisor and if working conditions permit. Granting of said release time shall 
not be unreasonably denied. 
(c) The Employer agrees to allow five (5) members of the Union Negotiating Committee 
time off with pay, during working hours to conduct contract negotiations. 
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SECTION 3. PROTECTION AND SECURITY FOR EMPLOYEES 
The Employer shall provide adequate security and protection at all work installations for 
all employees during their respective work shifts. 
SECTION 4. JOINT SAFETY COMMITTEE 
The Employer and the Union agree to jointly establish a Safety Committee consisting of 
an equal number of Employer and Union representatives, the number of members to be agreed 
upon. This committee will advise management of all safety activities. The Joint Safety 
Committee shall: 
(a) Make inspections to detect hazardous physical conditions or unsafe work methods 
and recommend changes or additions to protective equipment or devices for the elimination of 
hazards; 
(b) Promote safety for workers, and participate in making the safety program known 
to all workers; 
(c) A set of safety rules and regulations shall be adopted by the RHA, with 
recommendations by the Joint Safety Committee. A copy of such Safety Rules and Regulations 
shall be posted where members of the unit in the Maintenance Department have access. 
SECTION 5. UNIFORMS AND PROTECTIVE CLOTHING 
Uniforms: Upon initial hire, maintenance personnel shall be issued five (5) RHA 
approved uniforms (five each of shirts and pants). Maintenance personnel of the Rochester 
Housing Authority shall receive uniforms in October, and every subsequent October thereafter. 
Uniforms may only be worn when the employee is performing authorized work for RHA. It 
shall be the responsibility of the employee to clean and maintain uniforms in good repair. 
Uniforms must be returned upon separation of employment. 
Winter Clothing: Maintenance personnel who are required to perform a substantial 
amount of outside work during winter months shall be issued winter clothing (winter jacket, 
overalls, and insulated boots) at the expense of the Rochester Housing Authority. This clothing 
shall be replaced every other year in October. Upon initial hire, maintenance personnel shall be 
issued winter clothing in October of their first year of employment. New hires will then receive 
winter clothing every other year thereafter. 
SECTION 6. DISABLED EMPLOYEES 
The Employer shall make every effort to place employees who, through physical sensitivity or 
otherwise, become partially disabled on their present jobs on work which they are able to 
perform. 
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SECTON 7. PERSONNEL PRACTICES 
(a) The Employer shall furnish each employee of the Unit with a copy of all Rules 
and Regulations that govern the employee. 
(b) The Employer shall provide copies of this Agreement to all employees of the 
bargaining unit, and all new employees as they are hired. 
SECTON 8. TUITION ASSISTANCE PROGRAM 
(a)	 Eligibility. Full-time employees are eligible for tuition reimbursement after 
completing one year of service. 
(b) Approval.	 Every employee is responsible for hislher own continuous education and 
maintenance ofjob skills. Therefore, assistance will be considered on a case-by-case 
basis. 
Application for tuition reimbursement must be made and approval received from the 
department head and the Human Resources office. The request must be made on the 
appropriate form and approved prior to enrollment. Applications should be submitted to the 
employee's supervisor. Approval will be for courses either directly related to the employee's 
job or which will prepare the employee for greater responsibility at RHA. 
(c) Payment. RHA will pay 50 percent of the tuition and course related expenses. 
Employees will be reimbursed after submitting proof of receiving a grade of "c" or better 
or certificate of satisfactory completion. There is a maximum reimbursement of $1,500 per year 
and a lifetime maximum of $6,000. 
A copy of the tuition bill, textbook receipts and the final grade report must accompany 
the request for reimbursement 
(d) Scheduling. The course(s) should not interfere with the employee's normal work 
schedule. 
(e) Termination. Should the employee resign or be terminated for cause within one year 
of completing a course which was reimbursed, the full amount of the reimbursement shall be 
returned to RHA within 30 days of termination. 
ARTICLE TWENTY-FOUR
 
COPIES OF AGREEMENT
 
The RHA will provide each bargaining unit employee with a copy of the current 
collective bargaining agreement at no cost to the employee. 
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ARTICLE TWENTY-FIVE
 
LOCKOUTS AND STRIKES
 
The statutory regulations ofNew York State Law shall govern this provision. 
ARTICLE TWENTY-SIX
 
SAVINGS CLAUSE
 
Should any Article, Section or portion thereof, of this Agreement be held unlawful and 
unenforceable by a court of competent jurisdiction, such decision of the court shall only apply to 
the specific Article, Section or portion thereof, directly specified in the decision; upon the 
issuance of such a decision, the parties agree immediately to negotiate a substitute for the 
invalidated Article, Section or portion thereof. 
ARTICLE TWENTY-SEVEN
 
MANAGEMENT RIGHTS
 
The Employer retains all of its rights to manage its business and to direct its employees 
except as those rights are expressly limited by the specific terms of this Agreement. 
ARTICLE TWENTY-EIGHT
 
MAINTENANCE OF BENEFITS
 
Only those benefits so stated herein are those benefits recognized as III effect for 
employees covered by this Agreement. 
ARTICLE TWENTY·NINE
 
POLITICAL ACTIVITIES
 
In view of the Employer's resources being derived in large from federal funds and 
therefore under provision of the Hatch Act, it shall be unlawful for any employee or officer 
whose position with the RHA constitutes his principal employment to engage in or take active 
part in political management or in political campaigns or to attempt to influence the choice of 
any candidate for public office in preference to another, regardless of party affiliation, by 
writing, public speaking, solicitation, or endorsement. All officers and employees retain their 
right to vote as they may choose and to express their opinions on any and all political subjects 
and candidates. 
ARTICLE THIRTY
 
FIREARM POLICY
 
Under no circumstances is an employee of the RHA to carry or otherwise have in their 
possession, while on duty, any firearm or other weapon. Failure to abide by this policy may 
result in dismissal. 
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ARTICLE THIRTY-ONE
 
TOTAL AGREEMENT
 
The foregoing constitutes the entire Agreement between the parties and no verbal 
statement or other amendments, except an amendment mutually agreed upon between the parties 
and in writing annexed hereto designated as an amendment to this Agreement, shall supersede or 
vary the provisions herein. 
ARTICLE THIRTY-TWO
 
STATUTORY PROVISION
 
IT IS UNDERSTOOD BY AND BETWEEN THE PARTIES THAT ANY PROVISION 
OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFORE, SHALL NOT BECOME EFFECTIVE UNTIL THE 
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL. 
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ARTICLE THIRTY-THREE
 
TERMINATION AND MODIFICATIOl:'!
 
(a) I. Except as otherwise noted, this Agreement shall be effective as of the 1st 
day of July 2007 and shall remain in full force and effect until the 30'h day ofJune, 2010. It shall 
be automatically renewed from year to year thereafter unless either party shall notify the other in 
writing, not earlier than the 15t1i of October, and not later than the 30'h of October immediately 
preceding the termination date that it intends to modify this Agreement. 
2. In the event that such notice is given, the parties shall meet no later than 
November 30, to exchange proposals, and to set rules that will govern the Collective 
Negotiations. Official negotiations shall commence no later than the 2nd week in January, with 
the date set by mutual agreement. 
(b) This Agreement shall remain in full torce and be effective during the period of 
negotiations and until notice of termination of this Agreement is provided to the other party in 
the manner set forth in the following paragraph. 
(c) In the event that either patiy desires to tenninate this Agreement, written notice 
must be given to the other party not less than ten (l0) days prior to the desired termination date 
which shall not be before the anniversary date set forth in the preceding paragraph (a) I above. 
IN WITNESS WHEREOF, the parties hereto have set their hands this dO day of 
'(Y\rL(c..b , 2008. 
For Local I635-F and Council 66, For Rochester Housing Authority:
 
American Federation of State,
 
County and Mlmicipal Employees,
 
AFL-CIO:
 
~;:4;gu~ 
AFSCME 163H An ny P. DIBiase 
Anthony Gingello, President Executive Director 
,-. 
.,; . k=> 
M d 
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srDULETTER 
!'LOAllNG HOLIDAYS 
Article Right, Section 1 <.If thl;': Collective Bargaining Agreement im:orporates !loating 
holidays into tno vacation scheduLe. In applying this language, if a unjt member pro\,jdcs two 
weeks advance written ontlcc of the desire to take fl t10ating hoHday, the RlL\ will secure 
coverage for that employee by u$lng RHA-wiJe seniority_ 
T,ocal l635·F and Council 66, Rochester Housing Auth0rity
 
American Fedcrarion ofState,
 
County and Municipal Lmployeet>.
 
AFL-ClO
 
llY~ _ 
July 1,.. --------­
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SIDE LETTER 
IMPLEMENTATJON OF 2007 WAGE lNCREASE AND
 
MODIfICATION OF AGREEMENT ON ELIGIBILITY FOR PAY INCREASBS
 
The New Contract Agreement signed on June 15. 2007, shall be modified as 
follows: 
1.	 While pay increi\ses going fom,'ard are to be implemented on Oclober 1 of 
each year, for 2007 only, the 2.8% agreed wage mcffi.'lsc shan be 
retroactive to July 1. 
2.	 The modification to Article J5, Section l(d) which states "All employees .(P1
8:hall be eligible for a pay increase on October 1, ~f~ ...;i8:etl, HB ;;'~"eP, thRt 
tile "'91f'lsyee eHist J:l!KEl eet:'!& tln:trJl",~ ee fe~ at -leftllt I!ltf€ (a) 93:entBs at tlftl 
Jl"Qg~ fAtlil tEl:ee lBlWiltUl8j{" shall be modified to delete the language as 
noted herein. This means that regardless of when illl employee is hired Qr 
promoted, the l-'IIlployee 'h-ill be eligible to receive the negotiated wage 
increase given to other employees (2.8% in 2007) based on the higher 
wage the employee received atl parL of the promotion. 
Lucal 1635·F	 Rochester Housing Authority 
BY:.~TZb ;,~ 
Datc:-_-'Y-::j-~/~~i6",--'J---.1.-__ 
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SCHEDULE C 
Bargaining Titles with October 2007 Salary Ranges 
Bargaining Unit Members hired or promoted AFTER JUly 1, 2007 
Courier/Maintenance Laborer 56Y $25,772 to $32,616 
Receptionist Typist (plus Bilingual) 5X $25,772 to $32,181 
Clerk III with Typing (plus Bilingual) 7X $26,444 to $36,162 
Clerk II with Typing (plus Bilingual) 9X $27,769 to $36,592 
Maintenance Mechanic (plus Specialist) lOY $28,828 to $36,162 
Clerk I lIX $29,239 to $40,323 
Sr. Maintenance Mechanic (plus Spcl. On-Call) 12Y $30,472 to $38,944 
HVAC MechaniclMaintenance Painter 12Y $30,472 to $38,944 
Senior Inspector Mechanic 13Y $31,000 to $43,528 
Housing Specialist 13X $31,000 to $43,528 
Sr. Maint. Mech. Electrician/Pipefitter 14Y $34,032 to $41,085 
Sr. Groundskeeper Mechanic 14.5 $35,061 to $41,905 
Assistant HVAC Engineer 15Y $35,500 to $46,771 
Bargaining Unit Members hired or promoted BEFORE July 1, 2007 
B C 0 E F Top 
Courier/Maintenance Laborer 56Y $28,853 $29,569 $30,303 $31,056 $31,826 $32,616 
Receptionist Typist (plus Bilingual) 5X $29,889 $30,607 $31,344 ----------------------- $32,181 
Clerk III with Typing (plus Bilingual) 7X $31,386 $32,137 $33,080 $34,078 $35,103 $36,162 
Clerk II with Typing (plus Bilingual) 9X $33,097 $33,957 $34,839 $35,740 $36,670 $36,592 
Maintenance Mechanic (plus Specialist) lOY $31,175 $32,115 $33,081 $34,079 $35,103 $36,162 
Clerk I llX $35,008 $36,010 $37,044 $38,104 $39,198 $40,323 
Sr. Maintenance Mechanic (plus Spcl. On-call) 12Y $34,011 $34,945 $35,905 $36,891 $37,903 $38,944 
HVAC MechaniclMaintenance Painter 12Y $34,011 $34,945 $35,905 $36,891 $37,903 $38,944 
Senior Inspector Mechanic 13Y $37,273 $38,413 $39,589 $40,800 $42,049 $43,528 
Housing Specialist 13X $37,771 $38,922 $40,073 $41,225 $42,376 $43,528 
Sr. Maint. Mech. Electrician/Pipefitter 14Y $35,086 $36,210 $37,373 $38,571 $39,807 $41,086 
Sr. Groundskeeper Mechanic 14.5 $36,119 $37,208 $38,330 $39,487 $40,678 $41,905 
Assistant HVAC Engineer 15Y $40,265 $41,556 $42,868 $44,169 $45,470 $46,771 
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MAINTENANCE SPECIALIST ON-CALL AGREEMENT 
BY AND BETWEEN 
THE ROCHESTER HOUSING AUTHORITY 
(RHA) 
AND 
AMERICAN FEDERATION OF STATE, COUNTY AND MUNCIPAL EMPLOYEES 
(AFSCME) 
The purpose of this Agreement is to specify the terms and conditions of employment of the 
employee assigned to weekend maintenance coverage within the Rochester Housing Authority 
(RHA). 
Section 1. Hours of Work 
a.	 The regular days of work are Saturday through Sunday, from 9:00 a.m. to 5:30 p.m. with 
a paid 1/2 hour lunch break, and every Monday 8:00 a.m. to 9:00 a.m. for the purpose of 
reporting to Maintenance Management. The scheduled time includes doing regular 
repairs and maintenance duties as defined by supervisor, as well any emergency 
assignments. 
b.	 The employee will be on call every weekend from 12:01 a.m. Saturday (i.e., Friday 
midnight) until 8:00 a.m. Monday to respond to emergency calls. 
c.	 The employee will work on-call during holidays as they are observed by RHA. The 
holiday on-call hours apply from 12:01 a.m. the day of the holiday to 8:00 a.m. the 
following day. The following are the seven (7) holidays that RHA observes: 
New Year's Day Thanksgiving Day 
Memorial Day Day after Thanksgiving 
Independence Day Christmas Day 
Labor day 
The dates these holidays are observed by RHA are according to the yearly RHA holiday 
Schedule distributed by the Human Resources Department. 
Section 2. Wages 
The employee will be paid according to the following wage schedule: 
a.	 For the scheduled regular and on-call weekend hours as described above in Sections la 
and 1b, the employee will be paid the equivalent of forty (40) hours pay at straight time. 
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b.	 For hours in excess of the weekend schedule, the employee will be paid one and-one-half 
times per hour. 
c.	 For hours performing work during holiday, the employee will be paid one and one-half 
times per hour. 
Section 3. Benefits 
a.	 The employee will earn eighty (80) hours of vacation leave per year equivalent to four (4) 
days. Requested vacation leave for regularly scheduled workdays must be submitted 
fourteen (14) days in advance. Requested vacation leave on holidays must be submitted 
thirty (30) days in advance of the dates of the requested vacation time in order to allow 
sufficient time to secure replacement coverage. After five (5) years of employment in the 
position of Maintenance Mechanic Specialist/Weekend, the employee will earn an 
additional forty (40) hours of vacation leave equivalent to two (2) days. 
If the vacation leave is not taken prior to December 31, of any year, the employee will be 
paid for any remaining vacation leave on the books the first pay period in the following 
January. 
b.	 The employee will be granted forty (40) hours sick leave with pay per year equivalent to 
two (2) days. If the sick leave is not taken prior to December 31, or any year, the 
employee will be paid for any remaining sick leave on the books the first pay period in 
the following January. 
c.	 In the event of a death in the immediate family of the employee (as defined in the 
Collective Bargaining Agreement), the employee will be allowed two (2) days leave, 
equivalent to forty (40) hours, at fuJI pay to make household adjustments or to attend 
funeral services, provided the death and/or funeral services occur on the employee's 
regular work schedule. 
d.	 The employee will not earn any personal leave. 
e.	 All other benefits remain as specified in the Collective Bargaining Agreement between 
RHA and AFSCME. 
Section 4. Probationary Period 
a.	 The employee will serve a twenty-four (24) week probationary period. 
b.	 If the employee was previously employed by RHA in another position and is continued 
in the On-Call position after the twenty-four (24) week probationary period, RHA will 
pay to the employee any vacation accrual on the books in excess of the one-hundred­
twenty (120) hours as specified in Section 3a above. 
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Section 5. Other Provisions 
In the event either: 
a.	 The employee is not capable of performing the duties of the job; or, 
b.	 The employee requests that he be returned to his former positions; or, 
c.	 RHA deems it necessary for any reason to cancel this Maintenance Mechanic
 
specialist/Weekend Agreement,
 
The employee, if previously employed by RHA, will be returned to his former classification and 
pay grade. 
All other employee rights, privileges, conditions, and terms of employment not specifically 
modified in this Maintenance Mechanic Specialist/Weekend Agreement remain the same as 
those specified in the Collective Bargaining Agreement and RHA Personnel Policy. 
The effective date of this Maintenance Mechanic Specialist/Weekend Agreement is 
ROCHESTER HOUSING AUTHORITY 
Executive Director signature	 Date 
EMPLOYEE 
Employee signature	 Date 
AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES 
AFSCME Representative	 Date 
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